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The specific focus of this degree paper is to examine the internal 
organizational dynamics of the Subcommittee on Health and Long Term Care 
and its parent committee, the Select Committee on Aging. Strict attention 
is paid to the staffing, structural arrangements, responsibilities, and 
group relations of the subcommittee and parent committee in effectively 
carrying out their investigative functions. 
Recent interest in the congressional committee system has focused 
on the growth and organizational dynamics of congressional committee 
staffs as an indication of a congressional bureaucracy. This bureaucracy, 
like others, has produced benefits and problems which have affected the 
efficiency and effectiveness of its operations. The Select Committee on 
Aging and the Subcommittee on Health and Long Term Care are examples of 
this new congressional bureaucracy. Serious consideration of the internal 
relations of this committee and subcommittee is essential as an illustra¬ 
tion of how the internal structure and organizational environments of the 
committee and suocommittee system can produce dysfunctional consequences. 
m 
In the conclusion of this study, a new structural and social arrangement 
is advocated as means for dealing with the operational problems which this 
committee and subcommittee are presently facing and will face in the fu¬ 
ture. New committee and subcommittee structures which encourage teamwork 
are the only means by which the committee and subcommittee’s operational 
problems can be effectively solved. 
TABLE OF CONTENTS 
Page 
ABSTRACT    I î 
LIST OF TABLES v 
I. Introduction   1 
II. The Problem and Its Setting......  5 
III. Literature Review   9 
IV. Methodology  .....18 
V. Committee Staff Environment  ....22 
VI.  The Group Process 30 
VII. Analysis of the Subcommittee Problem  39 
VIII. Recommendations and Conclusion. .....56 
Bib I iography   69 
Appendices 
iv 
LIST OF TABLES 
Table Page 
1. Select Committee on Aging U. S. House of Representatives....61 
2. Full Committee Staff   .............62 
3. Subcommittee on Health and Long Term Care  63 
4. Role Types and Intensity of Activity   64 
5. Role Types Within Committee Offices: Four Cases............66 
6. Role Types Within the Subcommittee on Health and Long 
Term Care   67 
7. Role Types Within the Subcommittee on Health and Long 
Term Care (Dysfunctional)   68 
v 
I. INTRODUCTION 
The United States Congress is the chief policy-making institution in 
the American governmental process. Congress has developed an elaborate 
system of committees to help it effectively and efficiently perform its 
legislative responsibilities. The functions and responsibilities of the 
modern legislative assembly may be defined as the making of laws, super¬ 
vising the bureaucracy, representing and informing the people of official 
governmental policies and national issues. 
Because these duties are so time consuming, large parts of the legis¬ 
lative business are conducted in committees. Each committee deals with a 
policy area wnich entitles it to sole responsibility for that subject 
area. The number and membership of these committees vary with each member 
participating in more than one committee assignment. 
No legislative assembly of whatever size can carry on its activities 
without methods of setting the order of business or without means of regu¬ 
lating the process of deliberation. The method used for the internal 
division of labor in the Congress is the committee system. Each commit¬ 
tee is organized along policy and/or functional lines. 
The work of the standing committee is further sub-divided into policy- 
specific subcommittees, which are responsible for a specific policy issue 
within the general subject area covered by the standing committee. It is 
within the subcommittee where most of the real work on a particular policy 
is done. 
To an outsider of the American legislative process it becomes apparent 
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that the functions of the legislative committees are the functions of the 
legislature in general. In fact, the committees of the House can be con¬ 
sidered "miniature legislatures" within the general legislative body. 
The function of the committee system is to reduce the volume of work for 
the members of Congress. It also provides for a division of labor which 
allows specificity within policy areas for members of the Congress. 
Woodrow Wilson in his study, Congressional Government, gives the extent 
of the working and structures of the congressional committee system. He 
states: 
Both the House and the Senate conduct their business by 
what may be...cal led an added device of disintegration. 
The House virtually both deliberates and legislates in 
small sections...In every session bills number into the 
thousands; and it is to be doubted that they could 
effectively discuss all the issues brought before them 
in any one session...It is because of this that work is 
parceled out to standing committees which constitute the 
regular organization of the House and some of it to select 
committees appointed for special and temporary purposes.' 
Committees and subcommittees have staffs whose purposes are to serve 
the collective membership of the committees. These staffs function within 
four types of committees in Congress. These committees are: the standing 
committee, the joint committee, the select (or special committee), and the 
subcommittee. 
The most important of these are the standing or permanent committees 
with their respective subcommittees. This type of committee is important 
because of Its power to review legislation and legislative proposals, and 
to report bills recommending actions to the general assembly. To a lesser 
extent the others have this power; nowever, the standing committee has pre¬ 
dominant authority over specific policy areas in the Congress. 
*Woodrow Wilson, Congressional Government (New York: The World 
Publishing Company, 1885), pp. 662-63. 
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Joint committees are those which are composed of members from both the 
House and the Senate and are represented along partisan political lines. 
They usually deal with Issues of national importance that may require joint 
action by both the House and Senate. The committees' recommendations are 
returned to both houses for a vote of acceptance or rejection based on their 
findings. 
The select committee is a special purpose committee established in both 
houses of Congress to Investigate specific problems and to make recommenda¬ 
tions on its findings to the full membership of the House or Senate. They 
are not allowed to report legislation for consideration on the floor. Many 
times the select committees have provided useful information for Congress 
and the general public. The committee has enabled younger members of the 
Congress to circumvent the seniority system and to assume leadership on 
some significant national issues. 
With the growth of legislative business, the standing, select and joint 
committees found it necessary to establish subcommittees to conduct the pre¬ 
liminary screening of legislation in Congress. These subcommittees also 
have staffs which are loyal to the individual members and purposes for which 
that subcommittee was created. These staffs serve as specialized functional 
experts for the subcommittee and are increasingly playing a greater role in 
policy making and oversight. In many instances the membership of the sub¬ 
committees and parent committees will accept without question the facts and 
opinions of their staffers and endorse their committee reports before both 
houses of Congress. 
Committee staffs are important in the effort of the modern congress 
to deal with the increasingly complex issues now placed on its dockets. 
As legislative problems grow increasingly complex, the professional staff is 
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expected to shoulder more and more of the decision-making burden. 
Aside from the more routine housekeeping tasks of handling committee 
correspondence, scheduling hearings, and preparing bills and reports, staff 
members are very influential in molding the nature of committee decisions 
because of their close advisory contact with committee members. Given the 
nature of this relationship between committee staffers and committee 
members, teamwork, coordination and goal commitment are necessary for 
an effective and efficient committee. 
The purpose of this study will be to examine the internal organiza¬ 
tional dynamics of the Subcommittee on Health and Long Term Care and its 
parent committee, the Select Committee on Aging. The study will focus 
on the examination of the personnel and structural problems that exist 
between the committee and subcommittee in their relations with each 
other and make recommendations on how these problems can be effectively 
addressed. The basic questions raised in this study are: Why has the 
Subcommittee on Health and Long Term Care failed to carry out its responsi¬ 
bilities in an effective and efficient manner? How can these problems be 
corrected? The governmental process is based on rules and expectations 
which constitute norms of behavior necessary for the efficient operation 
of congressional staffs. When these rules and expectations fail the staff 
process also fails and necessary corrective actions must be initiated. 
II. THE PROBLEM AMD ITS SETTING 
The Internship Experience 
The examination of the internal dynamics of the congressional commit¬ 
tee system is based on an internship experience of the writer in the 
United States House of Representatives. The writer worked as a research 
assistant with the Subcommittee on Health and Long Term Care which was a 
part of the Select Committee on Aging. The main purpose of the Committee 
on Aging is to investigate, study and research the problems and concerns 
of the aged. 
Its chairman is Congressman Claude Pepper of Florida, whose district 
is largely made up of elderly citizens. He is nationally known as the 
champion of the aged and his concerns range from such areas as retirement 
and employment to Medicare and Medicaid legislation. Congressman Pepper 
is also chairman of the Subcommittee on Health and Long Term Care, which 
has authority over all health-related matters of the elderly. 
The Select Committee on Aging has four policy-specific subcommittees. 
They are: 
Subcommittee No. I - Retirement. Income and Employment 
Congressman John L. Burton of California, Chairman 
Congressman William C. Wampler of Virginia, Ranking Minority Member 
^Subcommittee No. 2 - Health and Long Term Care 
Congressman Claude Pepper of Florida, Chairman 
Congressman James Abdnor of South Dakota, Ranking Minority Member 
Subcommittee No, 3 - Housing and Consumer Interest 
Congressman Edward R. Roybal of California, Chairman 
Congressman John Paul Hammerschmidt of Arkansas, 
Ranking Minority Member 
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Subcommittee No. 4 - Human Services 
Congressman Nairo Biaggio of New York, Chairman 
Congressman Charles Grass ley of Iowa, Ranking minority Member 
A Complete list of all the members of the Select Committee on Aging is 
found in the appendix (Table I) of this study. 
The Select Committee on Aging was established by the Committee Reform 
Amendments of the 93rd Congress, October, 1974. The House floor vote to 
create the committee was 323 to 84. The purpose for the committee was 
spelled out in the authorizing legislation. The committee’s function can 
be divided into four distinct duties. 
1. Study Problems. To conduct comprehensive studies on the problems of 
the older American, including income maintenance, housing, health, welfare, 
employment, education, recreation, and participation in family and community 
life. 
2. Encourage Positive Programs. To study the means for encouraging the 
development of public and private programs and policies to assist the older 
American in taking full part in national life and to encourage the utili¬ 
zation of his knowledge, skills, special aptitudes and abilities to contri¬ 
bute to a better life for all Americans. 
3. Develop Coordination Policies. To develop policies to encourage the 
coordination of both governmental and private programs designed to deal 
with the problems of the aged. 
4. Review Recommendations. To review recommendations made by the President 
or the White House Conference on Aging relating to programs or policies 
affecting older Americans. 
The committee carries out these responsibilities by informing the 
House on the problems of older Americans, advising those House committees 
which have legislative jurisdiction, and the executive branch to ensure 
- 7 - 
that laws having applicability to problems of the aged are properly exe¬ 
cuted. Primarily a fact-finding body, the select committee has no legis¬ 
lative responsibiIity. 
The internship experience consisted of the writer becoming an active 
member of the Subcommittee on Health and Long Term Care staff. He was desig¬ 
nated an area of responsibility: Medicare and Medicaid legislation. Among 
his specific duties were: 
1. Advising individual congressmen on pending Medicare/Medicaid legislation; 
2. Conducting research with the assistance of the Congressional Research 
Service of the Library of Congress on Medicare and Medicaid issues; 
3. Providing background information on witnesses before the committee. 
In addition to these formal duties, the writer also answered all the 
subcommittee's correspondence to constituents concerning all Medicare and 
Medicaid Issues. He also worked closely with Washington-based interest 
groups concerned with the elderly. 
The Context of the Problem- 
The relationship between a standing committee and its subcommittee must 
be such that an effective working environment exists with clear lines of 
authority and responsibility between the standing and subcommittees. Where 
possible, the functions of the committee and subcommittees should be free 
from partisan politics and the total committee must perform its duties as a 
team. 
The Select Committee on Aging and its subcommittees perform their duties 
in a variety of contexts. All subcommittee policy recommendations must be 
reported to the standing committee which reports policy recommendations to 
the full House. Due to problems of personnel, partisan politics, and inter¬ 
nal group conflict, the Subcommittee on Health and Long Term Care was not 
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able to carry out its responsibilities in an effective and efficient manner. 
This resulted in the displacement of the subcommittee’s responsibilities 
by the general committee. The operations of the subcommittee were taken 
over by the Committee on Aging with the subcommittee serving as a mere 
source of unused personnel. 
There exist within the Subcommittee on Health and Long Term Care two 
separate staff organizations along partisan lines. At the time of the 
internship experience, Congressman Claude Pepper was chairman of this 
committee with Congressman James Abdnor as the Republ.ican ranking member. 
The majority staff was headed by Louise Bracknell and the minority staff, 
by Larry Parkinson. Each staff director was accountable to a different 
congressman along partisan lines. There was no unity of output nor any 
staff coordination. 
The problems that existed in the subcommittee were: 
1. Personnel Problems 
A. Staff director vs. subordinates 
B. Staff director vs. general committee 
2. Partisan Politics 
A. The breakdown of interest along partisan lines 
B. Accountability based on partisan conditions 
3. The Breakdown of Group Cohesion 
A. Communication problems between the committee 
and subcommittee 
III. LITERATURE REVIEW 
The literature addressing the Issues of congressional staffing has 
focused on the group dynamics of organizations such as committee groups. 
The structural arrangements and activities of committees are based on the 
group process. 
Patrick R. Penland and Sara Fine in their study, Group Dynamics and 
Individual Development, define the group process in Congress as a: 
...cybernatic system encompassing participants1 intentions 
and behavior outcomes in a state of dynamic disequilibrium. 
In any group process certain roles must be avoided and others 
played if participants are to become effectively involved In 
group activities and contribute to the group's well being. 
Penland and Fine state also that: 
...In any maturing group, the building and maintenance 
roles offset negative indivldulalstic hindrances within 
the process, and the group develops the ability to interact 
within the environment to solve its problems. 
Committee group dynamics Ln a general sense is used to illustrate 
what is happening in the committee at all times. The nature and direction 
of committee dynamics are determined by the forces exerted on the committee 
from within as well as from the outside: 
The interaction of these forces and their effects on the com¬ 
mittee determine why individuals In committee groups behave as 
they do. The group building and maintenance roles contribute 
2 
Patrick R. Penland and Sara Fine, Group Dynamics and Individual 
Development (New York: Marcel Dekker, Inc., 1974), pp. 6-10. 
^1bid., p. 6. 
iO 
to the building of relationships and the cohesiveness among 
the membership. Group task roles help the group to do its 
work and to move toward its goals. Taken together, both 
sets of roles work to offset detrimental and nonfunctional 
behavior.^ 
Penland and Fine further state that a collection of individuals is not 
necessarily a group; it is only when they become an interactive, adaptive 
central organism with a definable membership and group consciousness that 
a sense of shared purpose and goals merges them into a working unit: 
Participants communicate with each other and influence one 
another in order to accomplish the purpose for which they 
have joined together. Unit I these two processes begin, 
communicating and influencing individuals do not comprise 
a.group.^ 
Group and intergroup relationships are essential elements in under¬ 
standing congressional committee/subcommittee relations. Edgar H. Schein 
in his work entitled, Organizational Psychology, defines groups as, "any 
number of people who interact with one another, who are psychologically 
aware of each other, and who perceive themselves to be a group."® 
The size of the group may be limited by the possibilities of mutual 
interaction and mutual awareness. Schein also states that mere aggregates 
of people do not constitute a group unless they perceive of themselves as 
such and Interact on the basis of their perceptions and group consciousness. 
Schein distinguishes the characteristics of formal and informal groups. 
"Formal groups are created to fulfill specific goals and to carry on specific 
tasks which are clearly related to the total organizational mission."^ 
4 
Ibid., p. 7. 
51 b i d. 
%dgar H, Schein, Organizational Psychology (Englewood Cliffs: 
Prentice-Hall, Inc., 1970), p. 145. 
71 bid., p. 145, 
A formal group can be of two types: permanent formal groups, and temporary 
formal groups. Permanent formal groups are bodies such as staff groups, 
providing specialized services to the work organization on a permanent 
O 
basis. Temporary formal groups are committees or task forces which may 
be created to carry out a particular job but which cease to exist once the 
g 
job has been carried out. Temporary formal groups may exist for a long 
time. What makes them temporary is that they are defined as such by the 
organization and that the members feel themselves to be a part of a group 
which may at any time go out of existence. 
The Select Committee on Aging and its subcommittees are formally defined 
as temporary formal groups, according to Schein's definition. However, the 
very nature of its social and political environment and the permanent nature 
of its activities better classifies It as a permanent formal group. Schein 
also discusses the characteristics of Informal groups. He defines an informal 
group as a set of relationships between individuals who work together in a 
group and form the basis for the establishment of norms of behavior, social 
and personal, as well as the norms of the work, such as time schedules and 
group productivity.*^ He contends that the informal group arises out of 
the formal group structure and in this respect agrees with Chester Barnard's 
assertion that informal groups and formal, groups are mutually supportive 
and necessary elements in each other's structural arrangements. 
Schein focuses on two aspects of the informal group which are important 
®Ibid., p. 146. 
^Ibid., p. 146. 
IOlDid., p. 146. 
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for understanding how small groups, like committees, operate. Horizontal 
cliques and vertical cliques are two ways in which informal groups operate. 
Horizontal cliques are made up of an association of workers, managers, or 
organizational members who are, more or less, of the same rank and work in 
more or less the same areaJ' 
Vertical cliques are groups composed of members from different levels 
within a given department or division. A group such as this apparently comes 
into being because of earl ter acquaintances of the members or because they 
need each other to accomplish their goal. 
Schein identifies a third type of clique composed of elements of both 
the horizontal and vertical types. This clique Is called the mixed clique. 
Its members are composed of different ranks for different departments and 
even from different locations. These cliques may arise to serve common in¬ 
terest or to fulfill functional needs that are not taken care of by the or¬ 
ganization. *2 3 4 5 
Both formal and informal groups should provide certain individual and 
group needs for the individuals who make up their membership. 
According to Schein, a group should provide: 
1. Outlets for affiliation - such as, friendship, 
support and love. 
2. A means for confirming individual identity and 
self-esteem. 
3. A sense of belonging and acceptance. 
4. A means for increasing security and a sense of 
power. 
5. Means of accomplishment and self achievement.*^ 
11 Ibid., p. 146, 
*^lbid., p. 148. 
131 bid», pp. 150, 151. 
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If these benefits are not the result of the group process within orga¬ 
nizations, dysfunctional consequences may occur. The group process is fully 
operational in the committee/subcommittee relationship. The necessary needs 
of the Individual and the group should enable the group to carry out its 
functions in an effective and efficient manner. 
To identify possible group problems and shortfalls, the group’s assets 
and liabilities should be assessed as part of the problem-solving effort. 
Norman R. F. Maier advocates this method as the means for clarifying the pro¬ 
blem-solving effort.in small groups. Maier identifies four assets commonly 
found In groups. These assets are: 
1. Groups provide greater sum of knowledge and information. 
2. Greater numbers of approaches to a problem. 
3. Participation by group members in the problem-solving 
process increases acceptance. 
4. Clear and better comprehension of the decision.^ 
Group liabilities are those characteristics of the group process which 
may produce dysfunctional consequences. Maier identified these liabilities 
as the following: 
1. Social pressure to conform; majority opinions tend 
to be accepted over the minority. 
2. Valence of solutions; when leaderless groups engage In 
decision making or problem solving. 
3. Individual domination which results when one individual 
captures more than his or her share of influence. 
4. Conflicting secondary goals. Winning the argument. 
This is the result of functional displacement and 
lack of clarity in goals and tasks.** 
'^Norman R. F. Maier, "Assets and Liabilities in Group Problem Solving: 
The Need for an Integrative Function”, Psychological Review (1967), vol. 74, 
pp. 239-249. 
*^lbid., p. 243. 
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Once these characteristics have been Identified, structural arrangement can 
be designed to increase group assets and to decrease group liabilities. 
Committees and their staffs are actually task groups that are establishec 
for special purposes. John M. Ivancevich and James H. Donnelly, in their 
study, Managing for Performance, identify these purposes as: 
1. Exchanging views and information, 
2. Recommending action, 
3. Generating ideas, 
IA 
4. Making decisions. 
An effective staff environment can allow a committee to achieve all of 
these purposes; however, dysfunctional behaviors and mistrust may limit the 
extent to which members want to or can communicate. As these dysfunctional 
activities increase, members of the committee and their staffs feel threat¬ 
ened and are less willing to participate actively in the committee's business, 
This perceived threat can lead to increased role stress and conflict. 
Partisan politics of committees and their staffs have contributed to 
the increase in dysfunctional behavior in the committee system. James 
Cochrane in his study, Partisan Aspects of Congressional Committee Staffing. 
begins with the premise that congressional committee staff members are not 
neutral servants and are as actively involved in the political process as 
are the members of congress: 
Because professional experts do not necessarily agree 
in their views of problems and solutions, the way is 
paved for the formation of a committee staff that leans 
toward one particular view.*' 
*^John M. Ivancevich and James H. Donnelly, Managing for Performance 
(Dallas: Business Publications, Inc., 1980), p. 260. 
*^James D. Cochrane, "Partisan Aspects of Congressional Committee 
Staffing," Western Political Quarterly (June. 1964), XVII, pp.344. 
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Thus, congressional committee staffs range from the kind envisioned in 
the Legislative Reorganization Act: The highly professional, very nonpar¬ 
tisan staff which renders excellent services to all committee members, to 
the highly partisan staff, Cochrane goes on to say that staff members are 
involved in the political struggle within the legislative system, and their 
| O 
role behavior may have fundamental policy implications. 
The Legislative Reorganization Act of 1946 authorized each standing 
committee to hire four professional staff members. These staff members were 
to be chosen by the full committees on the basis of ability and without re¬ 
gard to partisan political affiliation. Malcolm E. Jewell and Samuel C. 
Patterson in their work, The Legislative Bureaucracy, state that the purpose 
of the committee staffers was to serve the committee chairman, the ranking 
minority members and the committee membership as a kind of legislative 
"civil service." 
Although the act provides that the staff members shall be available to 
the minority party members of committees, and thus it might be said that the 
special needs of the minority are recognized, no provision is made for the 
designation of specific staff aides as minority assistants who serve exclu¬ 
sively the minority members. While this sometimes occurs in practice, the 
staffs of some congressional committees are often manifestly selected in such 
a way as to provide only a minimum of staff assistance to the minority mem¬ 
bers of committees. 
Alan P. Balutis discusses the partisan relationship of staffers in the 
committee system in his article, "Legislative Staffing: A View from the States". 
18ib Id., p. 344. 
'^Malcolm E. Jewell and Samuel C. Patterson, The Legislative Process 
in the United States (New York: Random House, 1976), p. 232. 
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This article was based on a survey by the author which was designed to study 
the various relationships that exist between staffers and their legislative 
bosses. 8a lut is discovered that an extremely powerful norm among the commit¬ 
tee staffers was partisanship. Every member of the committee staffs inter¬ 
viewed mentioned this as a norm of behavior. Moreover, four of the fifteen 
questioned by Balutis mentioned partisanship first as one of the "rules of 
the game."^ Legislative leaders sought staff personnel whose party affil¬ 
iation coincided with their own and this type of arrangement was viewed by 
some legislative leaders as essential for their committee staffers. 
Communication and coordination are central to committee functioning 
and professional staffs play a key role in establishing and maintaining com¬ 
munications networks. A breakdown in the communication network between com¬ 
mittees and subcommittees can produce dysfunctional consequences. 
Harrison Fox in his article, "Congressional Staffs and Congressional 
Change", emphasizes the importance of the committee’s communication net¬ 
work. Fox states that staff organizations use informal group relations as a 
means for conducting inter-committee communication.^* The staff orienta¬ 
tion and briefing sessions serve to widen the areas of communications and 
the number of linkages available. "Much of the exchange of information 
is haphazard and based within certain general structural constraints: on 
personal staff contact and predilection."^ 
^Alan P. Balutis, Legislative Staffing; A View from the States (New 
York: Halsted Press, Wiley, 1975), p. 30. 
‘■'Harrison W. Fox, Jr., and Susan Hammond, "Congressional Staffs and 
Congressional Change," in James J. Heaphey and Alan P. Balutis (eds,) 
Legislative Staffing: A Comparative Perspective(New York: Halsted Press, 
Wiley, 1975), p. 148. 
221bid., p. 148. 
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Fox believes that intra-office communication Is generally verbal which 
makes the channels of communication unrecorded. Since coordination and 
exchange are necessary, the stress for communication is on the individual 
staffers. Personality clashes can limit committee communication and pro¬ 
duce dysfunctional consequences. The need for greater amounts of communi¬ 
cation and coordination among staffs is stressed by both staff aides and 
congressmen as necessary ingredients for an effective committee system. 
These studies and others illustrate the importance of the internal 
structural dynamics of the committee/subcommittee staff system in con¬ 
gress. This study on the committee/subcommittee staff system will focus 
on the following: 
1. Internal structural arrangements and the group process 
2. Partisan politics and its dysfunctional consequences 
3. Inter-staff communication and coordination between committees 
and/or subcommittees. 
IV. METHODOLOGY 
This section sets forth the methodology and research design used to 
study the Subcommittee On Health and Long Term Care staff activities and 
Its relations with the Internal staff of the Select Committee On Aging. 
The chief research tool used In this study is participant observation, 
based on the writer’s internship experience. 
Participant observation can be defined as the effort of an investi¬ 
gator to gain entrance into and social acceptance by a work.group, so as 
to better understand the group’s internai structure and behavior. 
The group process in the subcommittee staff was analyzed along the 
following lines: 
1. Committee staff structure; the internal structural and social ar¬ 
rangements. 
2. Role identification and behavior in the committee staffs. 
3. Work flow and coordination of output by the committee staffs. 
4. Communication difficulties and partisan politics, their levels and 
intensity, 
The Independent variable of this study is the structural and group ar¬ 
rangements; the dependent variables are behavior and role identification. 
These two variables can account for many of the problems observed in the 
subcommittee. A crucial factor for facilitating group interactions and 
group physical relations are structural arrangements as characterized by 
group responsibilities and communication channels. Structural factors de- 
termine output flows, formal and informal group relations, goals and ob¬ 
jectives, as well as norms and values necessary for effective participation. 
18 - 
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Role Identification and behavior can only be facilitated by clear 
structural lines, establislng accountability and the type of behavior 
necessary for quality group output. Role identification and behavior are 
dependent on the articulation of responsibility which is outlined in the 
structural arrangements and social relations in the formal group struc¬ 
ture. Thus, structural aggregations determine to a great extent the'ef- 
fectiveness of the group process. 
The second research tool used in this study is the interview. These 
interviews were conducted-informal I y among members of the committee staff 
and the subcommittee. The free form approach was used to solicit the 
opinions of the persons interviewed in a manner which would allow them 
to freely develop their opinions. 
There are approximately 46 staff persons in the total Select Committee 
organization. The writer interviewed about 20 of these Individuals. The 
personal interviews were an attempt to solicit the characteristics pf the 
groups involved in the activities of the committee and subcommittee. 
The following approaches were used as the basis for acquiring infor¬ 
mation in the interview. 
Activity: Each person was asked to describe his or her activi¬ 
ties within the group. Activity is defined as that which the 
person does or is responsible for doing in the work place. 
Secondly, each person was asked to describe the activities of 
his Immediate co-workers, and also to give an appraisal of how 
well he believed the co-workers performed their jobs. The 
third aspect of activity was to rate the performance of their 
immediate supervisors in the committee. 
v Interaction: Each person was asked to describe his or her 
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interactions with other staff members of the committee. These 
interactions were defined as communications or contacts between 
two or more persons, since the activity of one responds to the 
activity of the other. These interactions were concerned with 
work related activities and were joint responses to the demands 
of the evolving situation in the work process. 
Sentiments: What belief or feeling about the job do committed 
staffers commonly possess? Sentiments are defined as ideas, 
feelings, and beliefs about the job and others involved in it. 
What factors, norms, beliefs, or feelings are necessary for 
developing teamwork in the committee? How do individuals feel 
about their jobs and their contributions to the group's output? 
There are certain beliefs and feelings an employee must have in 
order to be willing to perform the task as assigned to his work 
group. 
With these three conceptual approaches in mind, the interview was designed 
to be open-ended, and free-styled in discussions with interviewees. 
Participant observation and the interview process were the chief means 
for collecting primary data for the study. Secondary sources were obtained 
from staff records and published documents with which the writer was familiar. 
The data was analyzed by identifying those dysfunctional conse¬ 
quences which seem to inhibit and affect group behavior and committee 
staff output. The following dimensions of the group process will be used 
to analyze the relevant data: 
1. Role orientations of the subcommittee. 
2. Quantity and quality of the subcommittee's output. 
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3. Equality of participation of the committee staff members in the 
group process, 
4, Normative behavior necessary in the committee staff process. 
By using this method of analysis, a clear and accurate picture of the 
group process in the subcommittee was studied. 
V. COMMITTEE STAFF ENVIRONMENT 
The present committee staff engages in a variety of both general and 
specialized activities. The Select Committee on Aging assigns to the 
subcommittees specific tasks related to the problems of the elderly. These 
specified tasks include preparing reports, conducting investigations and 
checking on matters for individual subcommittee members. 
The activities of the staff of these committees can be divided into 
two major areas: monitoring legislation already enacted and promoting 
legislation now pending before congress. Each subcommittee staff prepares 
a status report on the legislation affecting the elderly in their area of 
interest and submits the report to the parent committee for review. 
The Select Committee on Aging then publishes a committee status sheet 
to be distributed to interested congressmen and interest groups. This 
status sheet is published quarterly and should reflect up-to-date infor¬ 
mation on the status of public laws and bills which affect the elderly. 
When it is decided by members of the Select Committee in subcommit¬ 
tees that a hearing should be held about some important issue,.the staff 
members of the subcommittee responsible for that issue make the prepara¬ 
tions and conduct the preliminary screening of witnesses before they are 
presented to the subcommittee. 
When an Individual is selected to testify before the subcommittee, 
his testimony is recorded and written in advance so that each congressman 
who will participate on that committee will be informed ahead of time as 
to what a particular witness will say in the presence of the entire 
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subcommittee, spectators and press representatives. Once these initial 
preparations have been completed, a press release is written and distri¬ 
buted to the media so that interested parties may attend the hearing. 7 
The subcommittee staff then makes the physical preparation and arrangements 
in terms of the time and place in which the hearing will be held, - 
The Select Committee on Aging staff performs the same kind of func¬ 
tions as the subcommittees when new issues affecting the elderly are in¬ 
troduced. These new issues are identified and assessed for their possi¬ 
ble implications for the elderly. Once.the issue has been discussed and 
hearings on the issue articulated under the select committee, the issue is 
assigned to a particular subcommittee. 
The issue is then monitored by that subcommittee and new In-depth hear¬ 
ings may be held on the subject. When the responsibilities and duties of 
the committee and subcommittee are performed as a team, quality output re¬ 
sults. Issues are discussed, and individuals in and out of congress are 
informed of the Issues which are of interest to them. 
The existence of the subcommittees depends largely upon the attitudes 
of the parent committee chairman.23 The large number of committees in the 
committee system attests to the fact that committees in the congress serve 
as means for individual congressmen to gain exposure to the public and 
authority over policy issues of concern to their particular constituents. 
Because subcommittees are creatures of the committee chairman, they 
may vary considerably in terms of size, organization and formal responsi¬ 
bilities. Some sub-committees have no clear jurisdiction and are desig¬ 
nated by number only.24 others have clear jurisdiction but little authority 
23wi 11 lam L. Morrow, Congressional Committees (New York: Charles 
Scribner’s Son., 1969), p. 52. 
24Ibid., p. 24. 
- 24 - 
beyond the conducting of hearings and reporting on them to the full com¬ 
mittee. Some committees have a subcommittee structure which is almost 
permanent, and they are given wide autonomy of action and have a signif¬ 
icant influence on committee decisions.25 
The decision to create subcommittees may reflect political as well as 
practical considerations. A committee chairman may ensure that his personal 
views on legislation prevail by creating subcommittees and appointing as 
their chairmen fellow members who tend to think as he does on particular 
matters. Equally, a committee chairman may feel that subcommittees might 
ease the heavy workload of the committee yet may prefer not to create such 
subcommittees and maintain complete personal control of the parent commit¬ 
tee . 26 
Committee staffs have grown with the number of congressional committees. 
The scope, magnitude and complexity of modern governmental activities have 
dictated increasing specialization and division of labor in legislative 
systems, The most clearly manifest by-product of legislative specializa¬ 
tion has been the development since the late nineteenth century of staff 
operations to make available to congressmen and state legislators personnel 
who are able to assist them in the performance of their tasks.^ 
In general, there are two broad types of legislative staffs for Ameri¬ 
can legislatures: the housekeeping staff and the specialist, or profes¬ 
sional, staff. The housekeeping staff performs clerical, secretarial and 
25 ibid. 
261bid. 
27Ma Icolm E. Jewell and Samuel C. Patterson, The Legislative Process 
in the United States. 2nd ed. (New York: Random House, I960), pp. 251-2. 
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service tasks of a relatively routine nature. The overwhelming prepon¬ 
derance of clerks and other staff assistants for congress have been 
occupied with records, scheduling witnesses for committees, clerical 
detail, general housekeeping duties of office supply and management, 
mail services for constituents and other routine work. 
The necessity for such routine assistance has been recognized by legis¬ 
lators in the United States since the beginning of legislative operations 
and also the need to maintain records of these proceedings. The growth in 
the numbers of housekeeping staff people is related to the increasing com¬ 
plexity of legislative work.2^ 
The specialist staff performs policy-re I ated tasks which are charac¬ 
terized in terms of the following sub-types: 
Research staff—the research staff gathers data and other information 
for the committee. 
BiIl-draftinq staff.—provides technical services in the preparation 
of legislation. 
Investigating staff —Experts in the arts and sciences of investiga¬ 
tion are essential to congressional investigation committees. This type 
of staff is used by select committees whose main purpose is to investigate 
issues of national concern. The importance of the staff assistance is 
probably increased when: 
The function of the committee is that of investigations by means 
of public hearings. Great care is used in the preparation of 
background information of subjects under investigation by the 
committee.29 
Subject-matter experts .—Experts on particular policy issues, such as 
281bid., p. 232. 
29 lb Id., p. 234. 
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long-term care and mental health, are used by committees. Congressional 
committees like the Select Committee on Aging and the Subcommittee on 
Health and Long Term Care used experts in the conduct of their hearings, 
fact finding and committee report writing. 
Political staff —The functions of some staff members on the committee 
are entirely political and would require personnel with political expertise. 
These individuals may write speeches and engage in specialized functions 
along individual or partisan lines.30 
The Subcommittee on Health and Long Term Care utilized these types of 
staffs in its internal operations. In particular, the staff comprises one 
research staffer, two subject matter experts and one investigative staffer, 
as well as one secretary and two congressional Interns. 
There are two staff directors separated along partisan lines. Louise 
Bracknell is the majority staff director and Larry Parkinson Is the minor¬ 
ity staff director. Ms. Bracknell is responsible for the coordination of 
the staff and committee output on the majority side; while Mr. Parkinson 
works exclusively for the chief ranking minority member of the committee, 
Congressman James Abdnor of South Dakota. 
Mr. Parkinson is also from South Dakota and works with Congressman 
Abdnor on a number of specialized projects. Other staff specialists are 
also separated on partisan lines with each side involved in different pro¬ 
jects. 
The nature of partisan political activity in committees Is a product 
of invention, not design. The Legislative Reorganization Act of 1946 pro¬ 
vides that each congressional committee and subcommittee shall have staff 
30 Ibid. 
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members selected by the full committee on the basis of ability and without 
regard to political affiliation.^ They are to serve the chairman of the 
committee, the ranking minority member and the entire committee membership. 
The Act further provides that each congressional committee shall have 
six clerical assistants. Four professional staff members is an inadequate 
number of expert assistants for most committees. Many standing and all 
special subcommittees have their own staff, including a full number of 
professional staff assistants.32 
The usual situation which exists where committees have partisan staffs 
is the phenomenon which prevails most notably with regard to the staff of 
the Subcommittee on Health and Long Term Care. Here staff members are 
designated as "minority employees" appointed by the ranking minority member. 
The staff of this committee is highly divisible by partisan concerns. This 
has retarded the assimilation process In the committee and has decreased 
the level of professionalism in the committee staff output. 
The problem is this: inadequate staff assistance impairs the effec¬ 
tiveness of congressmen as committee members. Usually, a congressman’s 
personal office staff is not composed of persons who possess a high degree 
of expertise concerning the subject matter of the member’s committee or 
committees. 
In essence, his personal staff lacks the time, access to the informa¬ 
tion and the background to develop any high degree of competence or detailed 
knowledge concerning the work of the committee. Therefore, the congressman 
must rely to a very great extent on the committee staff. If that staff is 
James D, Cochrane, Partisan Aspects of Congressional Committee Staf- 
finq. "Western Political Quarterly, XVII (June 1966), pp. 338-348. 
321 bid., p. 339. 
- 28 - 
highly partisan, unwilling for personal reasons to serve all members of the 
committee, effective committee output and staff coordination will be Im¬ 
paired. 
The legislative Reorganization Act calls for nonpartisan professional 
staff members selected solely on the basis of ability and competence.33 
This suggests that experts operate in a vacuum. Because of this Max M. 
Kampelman has written: 
It is as if to say that politics and partisanship are but unfor¬ 
tunate harbingers of a corrupt yesterday; and that good govern¬ 
ment, clean government, efficient government, must come from the 
experts, if we but allow the experts to advise the members of 
Congress with their prophylactic knowledge and antiseptic facts, 
our government will be that much better.- . .that is the staffing 
provision of the Legislative Reorganization Act the underlying 
assumption.34 
Many minority members of congressional committees feel that present 
staff arrangements give undue advantage to the majority in power. Because 
Democrats are the majority party, they hold the chairmanship of all con¬ 
gressional committees. The staffs of the Democratically-chaired commit¬ 
tees are viewed by the Republican minority as "Democratic experts" and 
sympathetic to the views of the Democratic majority. 
This is the Republican justification for a minority staff and staff 
director. The new staff arrangement is a product of an understanding be¬ 
tween the committee chairman and the ranking minority members that both 
the majority and minority have adequate and acceptable expert staff assis¬ 
tance available to them. It is believed that this arrangement will alle¬ 
viate many of the minority staff problems and it might tend to make the 
33lbid., p. 43. 
34|Max M. Kampelman, "The Legislative Bureaucracy: Its Response to 
Political Change," Journal of Politics.^ (August 1954), p. 549. 
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*55 minority members more effective in performing their committee roles. 
The new staff arrangement in the committee systems has resulted 
in new staff roles in the Subcommittee on Health which govern intra- 
committee behavior and relations with its sister subcommittees. These new 
committee staff roles have led to three distinct (however related) problems: 
1. Problems associated with tasks 
(instrumental interaction); 
2. Problems of personal gratification and inter¬ 
personal relations (effective interaction); 
3. Problems of integration. 
These problems are the result of a breakdown in the staff group pro¬ 
cess and team structure. The subcommittee is affected by these problems 
to such an extent that it is no longer able to carry out its staff functions 
in an effective and efficient manner. These staff problems, identified in 
the subcommittee, are problems associated with the group process and should 
be examined from the group perspective. 
35 Cochrane, Op. Cit., p. 344 
VI. THE GROUP PROCESS 
The need for a heterogeneous committee staff poses Integrative prob¬ 
lems for the Subcommittee on Health and Long Term Care. Integration as 
defined by Fenno is: 
...the degree to which there is a working together 
or a meshing together or mutual support among roles 
and subgroups. Conversely, it is also defined as 
the degree to which a committee staff is able to 
minimize conflict among its roles and its subgroups, 
by heading off or resolving the conflicts that arise. 
The integration roles in a work group depends on motivating individ¬ 
ual personalities In the requisite ways in order to stimulate the members 
of a group to contribute to the group’s well being and to the realization 
of its goals. They must be induced to share certain values and to behave 
in prescribed ways either through the distribution of incentives or the 
application of sanctions, or both.^ 
Instrumental Interaction (Group task). 
The group task is the process whereby unit members are identified 
with the particular activities or responsibilities of the group. An iden¬ 
tified group output is the result of the group integrative process. 
The group process is merely a setting for the study of individual 
behavior,' interpersonal interaction or mutual influence. Members as 
■^Richard F. Fenno, Jr., "The House Appropriations Committee as a 
Political System: The Problem of Integration," This Review, Vol. 56 
(June, 1962), pp. 310-324. 
■^Chester U. Barnard, The Function of the Executive (Cambridge: 
Harvard University Press, 1956), pp. 130-160. 
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individuals are usually devoted to attaining the group’s goals through the 
formulation of objectives and work-flow arrangements. Members of the group 
process are more concerned about the quality of the group’s performance. 
Affective Interaction (Interpersonal relations) 
The group process must allow for the fulfillment of Individual needs 
and personal satisfaction from the performance of group operations. The 
individual group members must believe in the importance of their contribu¬ 
tion to the group output. Each member of the group must identify his or 
her personal goals with the group goals so that the accomplishment of the 
group’s directive leads to personal fulfillment of the individual’s desire 
for achievement. 
To the extent that an individual receives personal satisfaction from 
his participation In the group process,- Individual performance will affect 
group performance and the accomplishment of the group’s goals and objectives. 
Integration 
The integration of group goals and personal goals are necessary for 
determining roles and subroles within the group process. How the individ¬ 
ual views his or her role in the group process Is the result of the role 
structure used to identify the activities and responsibility of Individual 
members. 
When the roles of individuals are clearly articulated, and the indi¬ 
vidual is held accountable for acceptable performance levels, role conflict 
is limited and effective staff operations may result. 
The concept of group goals appears in one form or another in most 
theories of group; functioning. Barnard’s concept of group effectiveness 
and Homan's of group activities both involve the nature of particular 
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outcomes which the group can achieve in Its internal environment. 
French, in his studies of group productivity, makes explicit use of 
the concept of group goals but distinguishes conceptually the two types 
39 
of goals by locating each in a different type of environment. 
He follows Lew in in describing the individual’s behavior in terms of 
the possible activities existing for the person and locomotion through 
this environment as a change in the person’s position in the sense of 
moving from one activity to another.^ 
Committee staff group activities are not solely the product of the’ 
behavior of individual group members as identified by Lew In. Staff activ¬ 
ities are not carried on by the separate activities of individual members 
but by the organization and coordination of Individual actions within 
the group. Although a member may contribute in some degree to the group’s 
moving toward its goals, the goal cannot be said to be achievable by any 
Individual In the group. 
The Subcommittee on Health and Long Term Care does not foster-the 
group process in its internal structural arrangements. Staff activities 
separated along partisan lines and coordination and group output are based 
upon partisan divisions in the committee staff. Two separate staff align¬ 
ments make the formation of group goals a very difficult, if not impossi- 
ble^task within the subcommittee. 
Another aspect of the group process is the possibility of Interper- 
38 
Darwin Cartwright and Alvin Zander, Group Dynamics (New York: 





- 33 - 
sonal conflict among members of the group. For Instance, in the subcom¬ 
mittee this interpersonal conflict was reflected In the way in which indi¬ 
viduals within the group interacted with one another. 
A group is a collection of individuals who are inter¬ 
dependent to some degree. A member, according to 
this definition, depends on the group for attainment of 
consequences he or she values: such as income, sense 
of accomplishment, pride in group affiliation with 
others, social power and protection. 
By the same token such a collection of individuals 
depends on each member so the group can move toward 
achievement of its purposes. The point to make now 
is that a group can move toward ostracizing a member 
by arranging things so the rejected one can no longer 
depend on the group, and the group can no longer de¬ 
pend on the member; the conditions of belonging are 
abolished.4* 
What this situation describes is an example of the "personality clash 
theory", which holds that stubborn prejudices and differences in ingrained 
personal style are behind dysfunctional relations of individuals within 
the subcommittee. These personality clashes produced behavior responses 
which clearly limited the effectiveness of the group process. To the ex¬ 
tent that the subcommittee could not establish a group identity, group 
coordination did not result. 
The group process in the subcommittee is a function of the internal 
social and structural environment of the subcommittee. These structural 
and social constraints have produced dysfunctional consequences for the 
Subcommittee on Health and Long Term Care staffers. The lack of a group 
identity and the problems of task affiliation and integration have resulted 
in ineffective coordination and group communication. 
4*Alvin Zander, Group at Work (San Francisco: Jossey Bass Publishers, 
1979), p.- 6. 
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Group Communication 
Group communication can be defined as the transmission of common 
understanding through the use of symbols.^ The communication process Is 
necessary for an effective group process and the accomplishment of group 
goals and objectives. Communication within the group is an important means 
for coordinating the work of individual group members-. 
Because group communication is a complex subject in its own right 
and has undergone extensive scientific examination, this discussion of 
group communication will focus on two aspects of the communication process: 
organizational or group processes and interpersonal or worker communica¬ 
tion. These two forms of communication represent the structural and behav¬ 
ioral constraints of the communication process in the Subcommittee on 
Health and Long Term Care. 
Structural Communication 
The design of a group communication process should provide for com¬ 
munication in four distinct directions: downward, upward, horizontal 
and diagonal. These four directions establish the framework in which 
effective group communication takes place: 
1. Downward Communication - flows from individuals 
at higher levels of the group to lower levels. 
2. Upward Communication - flows from individuals at 
lower levels of the group to higher levels. 
3. Horizontal Communication - communication flow be¬ 
tween individuals on the same level, authority 
or rank. 
4. Diagonal Communication - communication flow which 
moves in an upward or downward direction across 
levels, structures, ranks in a diagonal direction. 
^John M, Ivancevlch, Managing for Performance (Dallas: Business 
Publications, Inc., I960), p. 31. 
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The Subcommittee on Health and Long Term Care has used these four 
directional approaches in its communication patterns. When these patterns 
are effectively used by the subcommittee, teamwork, good group relations 
and quality output result. 
The transmission of information reflects patterns of intra- and inter- 
committee and subcommittee communication. In the Select Committee on Aging 
communication patterns with the Subcommittee cn Health and Long Term Care 
reflect the downward pattern. However, upward communication is solicited 
and is necessary for efficient and effective intercommittee operations. 
Good, effective, two-way communication is a necessary ingredient in 
the subcommittee and committee structure. Two-way communication has been 
defined as bilateral communication and is defined in a transactional format. 
In the transactional format, the sender receives and decodes an indication 
of his relative success in terms of the receiver’s comprehension of the 
content and intent of the sender’s message. Unilateral or one-way commun¬ 
ication, therefore, occurs in the absence of receiving and decoding such 
an indication.4^ 
According to Huseman, unilateral communication affords negative feed¬ 
back in terms of frustration, accuracy and confidence. Bilateral communi¬ 
cation, on the other hand, fosters accuracy, self-confidence and group 
participation and group identity.44 Huseman believes that effective bilateral 
communication : 
I. Will tend to generate much less frustration than 
the uni lateral. 
4^Richard C. Huseman, Reading in Interpersonal Organizational 
Communication (Boston: Halbrook Press, Inc., 1977), p. 179. 
441bÎd., pp. 174-155. 
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2. Will tend to be decidely more accurate than 
the uni lateral. 
3. Will tend to generate appreciably more recipient 
confidence in the correctness of his interpretation. 
4. Will tend to obviate the potential morale problem 
which occurs when one is placed in a position of 
having to act while lacking confidence. 
5. Will tend to be efficacious and constructive to 
the extent that the sender, particulariy, and 
recipients can remain open and non-threatened 
by the communication experience.45 
Structural communication is the formal method used in the group pro¬ 
cess to accomplish the group*s goals and objectives. Structural’ communi¬ 
cation activates and facilitates interpersonal communication patterns. 
These patterns are manifested by the other directions of communication: 
namely, horizontal and diagonal communication patterns, 
Interpersonal Communications. 
Communication flows from individual to individual in face-to-face 
and group settings. Such flows are termed "interpersonal communications", 
and they vary in form from direct orders to casual expressions. 
Ivancevich in his study, "Management for Performance,'* identifies 
four interpersonal and communication styles. These communication styles 
or regions can be listed as the following: 
1. The Arena - is most conducive for effective inter¬ 
personal relationships and communications. All the 
necessary information needed for effective communi¬ 
cation is known to both the sender (self) and the 
receivers (others). 
2. The Blindspot - is when relevant information is 
known to others but not to self. 
451bÎd., pp. 185-186. 
^Ivancevich, op. cit., pp. 317-323. 
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3. The Facade - exists when information is Known 
to the self but unknown to others. A person 
may resort to superficial communications, that 
is, he may put forward a false front. 
4. The Unknown - This occurs when neither party 
knows the relevant feelings, sentiments and 
information necessary for effective communi¬ 
cation. ' 
These interpersonaI communication styles and regions may inhibit good 
and effective communications if they are not concerned in the communication 
process. The Arena style of communication seems to advocate better inter¬ 
personal communications between individuals in the group process. Communi¬ 
cations in organizations and groups take place among people and within the 
structure. Communication flows upward, downward, horizontally and diagon¬ 
ally. Members of the group communicate with their superiors, subordinates 
and peers, A group leader has no greater responsibility than to develop 
effective communication within his group and organization. 
No matter how well organized structural patterns of communications 
in groups may be, interpersonal communications often break down. Various 
interpersonal communication problems have been identified in the staff 
relations of the Subcommittee on Health and Long Term Care. These prob¬ 
lems can be listed as: 
1. Selective perception - when staff members black out 
new information if it conflicts with individual be¬ 
liefs (listen only to what agrees with their view). 
2. Individual value judgments -when staff assigns over¬ 
all worth to a message prior to receiving the 
entire communication. 
471bid., pp. 318-120. 
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3. Source credlbiIity - which refers to the level of 
trust, confidence and faith the receiver has in 
the words and actions of the communicator. 
4. Fi Iterinq - selective sending whtch amounts to the 
manipulation of information to the receiver so that 
only positive Information is received. 
5. Short circuiting - when an individual is left out 
of the formal channel of communication because of 
interpersonal problems in the group process.4® 
These problems can occur in the group process if the group members 
lack the necessary affiliation, trust, confidence, sense of loyalty and 
teamwork for group activities. These interpersonal and structural commun¬ 
ication patterns, like the other aspects of the group process, must be 
understood if effective group or staff output is to be the result. 
Analysis of the group process in the Subcommittee on Health and 
Long Term Care will identify these problems and provide the necessary 
information for determining a way to limit their dysfunctional consequences. 
48 
Ibid., pp. 323-326 
VII. ANALYSIS OF THE SUBCOMMITTEE PROBLEM 
Subcommittee Staff Structure 
The organization of congressional committee staffs usually fits within 
three general types: 
Type I - in which the staff director supervises all clerical 
and professional staff membership. 
Type 11 - in which there are two lines of authority (one for 
clerical staff and one for professionals) running through a 
chief clerk and a staff director- 
Type III- in which the staff director supervises clerical „ 
personnel, but professionals deal directly with the chairman. 
These staff patterns can be considered models of staff organization, 
used to describe staff relations and lines of authority. The pattern a 
particular committee or subcommittee may employ will depend on two factors. 
They are the subject matter of the committee/subcommittee and the type of 
professional, clerical or political staff used. The staff structure used by 
the Subcommittee on Health and Long Term Care would fit within Type I staff 
organization described in the preceding paragraph. 
The Subcommittee on Health and Long Term Care employs two staff direc¬ 
tors, representing partisan interests. Under each staff director there are 
clerical and professional staffs. In contrast, a Type II staff pattern is 
utilized in the Select Committee on Aging, with lines of authority and 
communication running through a staff director and chief clerk. 
^Harr i son W. Fox, Jr., Congressional Staffs (New York: The Free 
Press, MacMillan Publishing Co., 1977), p. 80 
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The Subcommittee on Retirement, Income and Employment, a sister sub¬ 
committee of the Subcommittee on Health, utilizes a Type III staff pattern. 
In this subcommittee the clerical staff is supervised by a staff director, 
and the professional staff reports directly to the subcommittee chairman 
and the ranking minority member. Only four staff aides report directly 
to the chairman of this subcommittee. 
In many of the subcommittees, there is considerable overlapping and 
blurring of the distinction between the clerical and professional staffs. 
In practice, It is often difficult to distinguish the two types of staffs 
by the application of any criteria, whether of educational and experience 
backgrounds or of the character of the work performed. Clerical employees 
perform varying amounts of professional staff work on many of the subcom¬ 
mittees. Their involvement in professional staff work Is encouraged by 
their staff director and subcommittee chairman. 
Because of the imposition by the Legislative Reorganization Act of a 
fixed quota of four professional and six clerical staff members for each 
standing committee and subcommittee, many committee chairmen have attempted 
to circumvent this rigid allocation of their staffs by substituting one 
for the other. 
The three staffing patterns used in the committee/subcommittee system 
represent three separate forms of authority structures. These three struc¬ 
tural patterns are: Type I (hierchical), Type II (coordinative), and 
Type III (individualistic). 
Type I- Hierarchical staff structure - is characterized 
by a staff director who supervises other committee staf¬ 
fers, both clerical and professional, along partisan lines. 
The staff director is directly responsible for the group 
output under his or her direction and reports directly to 
the chairman or ranking minority member on the work group's 
output. Lines of communication and authority are formal 
- 41 - 
and direct, based primarily on directive or decree. 
Work orders are given and staff members are expected 
to perform their duties in the prescribed manner. 
Type II - Coordînative staff structure - is charac¬ 
terized by one staff director and a chief clerk who 
coordinate the activities of clerical and professional 
staffs. Each group performs its duties under the di¬ 
rection and supervision of Its particular supervisor, 
' who coordinates the total staff output for members of 
the committee and subcommittee. Lines of authority 
and communication are the same as in Type I staff pat¬ 
tern with clerical and professional staffs accountable 
to their respective supervisors. There is committee 
coordination between the staff director and the chief 
clerk on the committee staff output. 
Type III - Individualistic staff structure - is charac¬ 
terized by one staff director supervising clerical personnel, 
and professional staffers reporting directly to the commit¬ 
tee/subcommittee chairman and the ranking minority member. 
Under this structure, the professional staff has greater 
independence and more direct communication with commit¬ 
tee members. The clerical staff performs all of the 
routine office work of the committee/subcommittee. 0 
These staff patterns represent ideal types which may vary when actually 
applied to committee group operations. Each subcommittee employs a different 
style of staff structure in its operations. The Subcommittee on Health and 
Long Term Care uses a staffing pattern more in line with the hierarchical 
staff structure. The hierarchical structure separated by partisan interest 
has produced two separate staff organizations within the subcommittee: a 
minority and majority staff. 
The existence of two hierarchical staff structures within the subcom¬ 
mittee has resulted in intra-group competition and conflicting lines of 
communication and authority. A Type I staff structure would seem to work 
best with a more homogeneous group process, with one staff director planning, 
directing and controlling the activity of subordinates under a limited 
50lbid., p. 81 
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span of control. In this way the subcommittee output would be coordinated 
and non-partisan. 
The present use of a Type I staff structure In the subcommittee pro¬ 
duces problems such as subcommittee coordination on routine operations and 
different points of view resulting from partisan considerations. If parti¬ 
san consideration is necessary to the function of the subcommittee, a sup¬ 
portive group process can best be implemented with a Type III individualistic 
structure. Both the majority and minority view can be expressed and the 
subcommittee view of a particular issue or situation would reflect a syn¬ 
thesis of the two partisan views. The clerical staff would only be in¬ 
volved in the routine matters of the subcommittee and present a united sub¬ 
committee point of view. 
The group process under a Type I staff structure in the subcommittee 
does not provide the necessary supportive relations or group identity for 
effective group output. To use Edgar Schein’s words, "the people in the 
group do not psychologically perceive themselves to be a group." intra¬ 
group conflict is fostered when sub-group loyalties, goals or objectives 
interfere with the efficient operation of the subcommittee. 
The Subcommittee on Health and Long Term Care staff structure is 
composed of a Type I staff pattern, with task assignments separated by 
partisan or sub-group loyalties, which inhibits the group process and limits 
effective staff output. 
Subcommittee Role Types 
In the committee/subcommittee group process, staff personnel are used 
5 ISchein, Op. Cit., p. 145. 
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either as clerical or professional in terms of their individual and group 
responsibilities to the committee process. These two staff designations 
imply certain role responsibilities and norms of behavior. 
A role can be defined as: 
A cluster of norms providing for a division of labor or 
specialization of functions among the members of a group. 
A person is said to occupy a particular role when, In 
relation to some special social or task area, the norms 
applicable to his behavior are different from those 
applicable to others. 
Based on this definition of a role, five distinct roles were observed in 
the Subcommittee on Health and Long Term Care. 
Role i - Interactor - is a staff member who performs the 
following activities: 
meeting with lobbyists, 
handling constituency problems, 
handling constituency casework. 
Role II - Supporte!— In this role a staff member may 
perform the following activities: 
work on legislative research, bill drafting 
and reading, analyzing bills; 
write floor remarks and speeches, 
set up hearings and screen witnesses before 
the committee. 
Role III - Correspondence - Secretaries, clerks and interns 
provide informational services to constituents by letters 
and telegrams. Their activities include the following: 
answering requests for information, 
mailing government publications, 
writing other committee correspondence. 
Role IV - Advisei— This staff member utilizes his specia¬ 
lized knowledge in a particular subject area to advise 
members on policy Issues, 
Role V - Investigator - the information gatherer for the 
52 
Roger Davidson, The Role of the Congressman (New York: Pegasus, 
1969), p. 73. 
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committee or subcommittee. There is an individual who 
uses his knowledge of the investigative sciences to supply 
the informational needs of committee members. 
These five roles can be classified as either clerical roles or pro¬ 
fessional roles. Roles I, li and III are considered clerical roles, while 
Roles IV and V are considered professional roles. 
Staff roles can also be examined along a generalist/specialist dimen¬ 
sion. This form of role analysis was developed by Fox and Hammond in their 
study of congressional staffs in Congress. The position that a member 
occupies in a subcommittee office is defined in terms of his role and the 
intensity of the activity in which he Is engaged. 
Each staff member is assigned roie scores for each of the five role 
types already identified. These scores represent intensity of activity 
in which each staff member is engaged. For the purpose of their study, 
Fox and Hammond divided the staff population into thirds based on the 
intensity of the activity level for each of the five roles: high (H), 
middle (M), and low (L). 
Staff members in the top 15 percent within each role type are desig¬ 
nated as being highly active (VH) staff members.Table 4 in the appen¬ 
dix groups staff members according to patterns of role types. These pat¬ 
terns are different in intensity of activity across role types. 
Using the general I st/special 1st dimension, staff members are grouped 
according to categories which include: Category I - exclusive generalist, 
Category II - exclusive multi-specialist, Category III - exclusive specia¬ 
list, Category IV - non-exclusive generalist, Category V - non-exclusive 
5-* 
Fox and Hammond, Op. Cit.. pp. 93-96. 
54lbid., p. 95 
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multi-specialist, Category VI - non-exclusive specialist, and finally 
Category VII - non-participants.-5^ 
Staff members in Category I are very actively engaged in a broad range 
of roles. Categories II and V are midway between the generalist and the 
specialist in terms of role differentiation. Categories lil and VI are 
engaged in a narrow range of activities within staff offices. Category IV 
is engaged in a broad range of roles, but not at the same level of activity 
as the exclusive generalist in Category 1.56 
Table 5 describes role types within any selected staff office. An 
individual staffer in staff "A" may engage mostly in activities that are 
characteristic of the Supporter and Adviser role types. Person #1 in 
staff office "B" is more inclined toward the Interactor and Supporter role, 
and so on. These roles outlined by Table 6 when applied to the Subcom¬ 
mittee on Health and Long Term Care produces a role pattern outlined in 
Table 6.. The role patterns outlined in Table 6 were circumvented by 
the inherent problems in the subcommittee. 
Table 7 outlines the dysfunctional roles of the subcommittee due to 
the subcommittee's staff problems. The Interactor and Adviser roles of 
the staff director are essential for effective task accomplishments, if 
the staff structure follows a Type I staffing pattern, it is necessary that 
the staff director interact and advise subcommittee congressional members 
on policy isbues, as well as direct the activities of subordinate staffers. 
The staff director's duties can be summarized in the following ways: 
I. Serves as the chairman's assistant and personal 
representative, assisting in planning and orga- 
^Ibid., pp. 188-189. 
561 b Id., p. 95. 
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ni zing the committee work. 
2. He acts as a liaison between the rest of the staff 
and the members of the committee, serving as a 
channel through which assignments of work go from 
congressmen to staff members. 
3. He serves as an interpreter of congressional atti¬ 
tudes to the staff, anticipating congressional re¬ 
actions to projected policy recommendations and ad¬ 
vising other staff members accordingly. 
4. He usually makes suggestions on the organization 
and content of committee reports and studies pre¬ 
pared by the staff reviewing their work before 
its pub Iication. ' 
Under a Type I hierarchical pattern of staff structure, the staff di¬ 
rector serves as the focal potnt of the committee/subcommittee activities. 
In the Subcommittee on Health and Long Term Care, the use of a majority 
staff director and minority staff director impedes the coordination of 
committee output. 
Committee Staff Viewpoints 
An analysis of committee staff problems would be incomplete without 
a discussion on the various viewpoints and insights of members of the 
Subcommittee on Health and Long Term Care and members of the sister sub¬ 
committees under the Select Committee on Aging. These insights and view¬ 
points were collected by the use of a free form interview process conducted 
by the writer under an informal setting. 
The persons interviewed were professional and clerical staffers, and 
interns employed by the four subcommittees under the Select Committee on 
Aging. The results of the interviews suggest that clerical and professional 
staffers under the various subcommittees feel that the nature of their work 
situation requires mutually supportive relationships. However, there is a 
^Jewell and Patterson, Op. Cit., p. 235. 
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general feeling that better staff coordination and interpersonal communi¬ 
cation is needed for more effective team structure and group process among 
subcommittees under the Select Committee on Aging. 
The interview respondents can be separated into three distinct 
groups: professional staffers, clerical staffers and interns. Among the 
professional and clerical staffers are supervisors whose viewpoints were 
also solicited in the interview process. The number of staffers inter¬ 
viewed totalled twenty persons. The numerical breakdown of these staffers 
is as follows: 
Staff Directors Subordinate Staffers 
professional - 2 
clerical - 2 
professional - 8 
clerical - 4 
interns - 4 
The interview focused on the activity, interaction and emotion of the 
individual involved in the committee process under the subcommittees and 
select committee. A sample of the questions used in the study can be 
found in the appendices. 
The results of the interview uncovered the following picture of the 
committee staff process under the select committee and its subcommittees. 
Activity 
Activity is defined as that which the person does or is responsible 
for doing in the work place as perceived by the individual. 
Staff Directors 
Three out of(four committee staff directors believe their jobs should 
be the coordination and supervision of the subordinates under their authority. 
They viewed the supervision and coordination function to consist of assign¬ 
ing work to professional and clerical staffers, coordination of the activ¬ 
ities of professional staffers working on committee projects, and also 
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Insuring that the final group output is in the proper form for members 
of the committee. They see their routine job duties as making sure hear¬ 
ings are properly scheduled, witnesses contacted, position statements ar¬ 
ticulated and recorded for congressional review, and making sure the inves¬ 
tigative process is done in an efficient and effective way. 
One supervisor believes that his job should consist of less supervi¬ 
sion and coordination of staffers, but should focus more on direct personal 
involvement in the solving of constituency problems as representative of 
the chairman or ranking minority member. This staff director expressed 
the view that staff direction is basically routine, and that professional 
staffers need less supervision than is presently being devoted to such 
activities. He feels more of his time should involve direct contact wî +h 
constituent groups. This staff director stated that: 
"The staffers under my group are top professionals 
who know their jobs. Therefore, they do not need 
to be closely supervised, nor their work coordi¬ 
nated." 
All four of the staff directors view their subordinate professional 
and clerical staffers as people of the highest quality available, "top 
professionals" in the field. 
Even though there is a great deal of confidence in the ability of 
committee professional staffs, three out of four still believe that pro¬ 
fessional staffers should be directed and coordinated in their group ac¬ 
tivities. The nature of the committee environment, however, does not 
foster such coordination of committee output because of partisan separations 
of congressional staffers. 
How do subcommittee staff directors feel about the level of profes¬ 
sionalism among themselves? Out of the four interviewed, two felt that 
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Some of the other staff directors under the Select Committee on Aging 
were not doing an adequate job of providing direction to their subordinates. 
They were able to verify their feelings with some examples of dysfunctional 
staff actions. 
The high turnover rate of professional and clerical staffers on some 
of the subcommittees suggests poor staff direction and motivation to some 
staff directors in reference to their subordinates. One committee was fre¬ 
quently cited with having a poor record in retention of competent profes¬ 
sional and clerical staffers; the Subcommittee on Health and Long Term Care. 
The response of the remaining staff directors regarding the level of- 
professional staff direction was as follows. One felt that it was high, 
while the remaining one preferred not to rate the level of direction of 
the staffers under the Select Committee. 
Professional Staffers 
How do subordinate staffers feel about the nature of their activities 
under the Select Committee on Aging? Clerical and professional staffers 
feel the scope of their activities should extend beyond the mere routine 
functions. All eight of the professional staffers interviewed would like 
to engage in more "special projects." The committee’s "special projects" 
work is basically assigned to a particular progessional staffer because 
it is his area of expertise. All eight professional staffers felt the 
need to engage in more research activities so that potential policy 
problem areas could be identified and speedily addressed before becoming 
major problems for affected groups. There is a high level of respect and 
professionalism among these staffers. This level of professionalism tran¬ 
scends partisan affiliation. Professional staffers feel that activities 
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within their particular expertise require less supervision than the routine 
chores. However, all eight professional staffers feel that routine admin¬ 
istrative matters require a large amount of supervision and coordination. 
They recognize the need to receive such direction when engaging in such 
tasks. 
Professional staffers overall rated their staff directors as fairly 
competent administrators. Two professional staffers from the Subcommittee 
on Health and Long Term Care felt the quality and level of staff direction 
in this committee was extremely poor. Long periods would elapse when pro¬ 
fessional staffers would perform no work activities other than phone ans¬ 
wering and replying to correspondence. When work activities were avail¬ 
able the director did not effectively utilize the expertise of the profes¬ 
sional staffers, but assigned projects to other individuals. Professional 
staffers who experienced this treatment felt extremely frustrated with 
their work situations. 
Clerical Staffers 
Clerical staffers feel that their activities within the committee 
group are most routine, yet the most vital. These secretaries and office 
assistants are responsible for moving the paper work from the committee staff 
to the congressional members of the committee. Four such staffers were 
interviewed. All four viewed their job activities as centering around 
putting staff reports into final form before they are submitted to the 
committee members. All these clerical staffers have a high opinion of 
their fellow co-workers and believe that they perform their jobs in a 
highly professional manner. Three of the four felt that the coordination 
and direction of their activities were fairly good. They felt that consid- 
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era+ion was given them in the final preparation of reports, by the timely 
submission of these reports to the clerical staff. Three felt their sup¬ 
ervisors gave them adequate time to perform their work activities. When 
an increased workload was unavoidable, their supervisors would forewarn 
them so they could be prepared. One clerical staffer from the Subcommittee 
on Health and Long Term Care viewed the level of coordination and direction 
received from subcommittee staff directors as extremely poor. The follow¬ 
ing is a statement of her complaints: 
"My staff director does not give me adequate time to prepare the 
the committee reports. She may hold a report on her desk for days, 
sometimes weeks, before she reviews it. Then when she is pressed 
for time, she will drive me crazy trying to put the report in its 
proper form. This, combined with my responsibilities to the 
other majority and minority staff, makes my work experience 
extremely dissatisfying.” 
Interns 
Congressional interns with the Select Committee on Aging are involved 
in a large amount of the work activity of the committee. Their duties 
range from clerical to highly professional staff work, depending on their 
Individual work experience and academic backgrounds. A congressional intern 
is an individual who is enrolled in a college or university and works for 
the committee on a part- or full-time basis for a limited period of time, 
usually for three months in the summer. Including the writer, there were 
five Interns with the Select Committee on Aging, One worked for the Select 
Committee staff. The others were employed by the four subcommittees. 
The purpose for interviewing these congressional interns was to see 
whether their experiences as interns in their particular committee 
assignments were comparable to that of the other staff members. 
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In terms of work activities all interns were required to perform a 
certain amount of clerical work including filing, tuping and correspondence. 
All four interns were satisfied with the level of supervision they received 
in their assignments. All felt they had learned a great deal about the 
committee process from their work experiences. Both professional and clerical 
eo^workers, according to the interns, demonstrated knowledge of their jobs 
and were motivational in performance. EAch intern reported having a large 
amount of personal contact with his supervisors, who demonstrated know¬ 
ledge of the intern's work areas as weir as a broad knowledge of the total 
committee process in Congress. 
Interaction 
Interaction is defined as communication and contacts between indivi¬ 
duals within the context of the job. 
All four staff directors interviewed have experienced difficulties in 
communication due primarily to partisan politics and unclear lines of author¬ 
ity. One minority staff director stated: 
"Ultimately who am I supposed to report to..the Democratic 
chairman or the Republican ranking minority member? Since 
I am a staff representative for the minority, I report 
directly to the ranking minority member." 
In terms of structural communication patterns, all four staff directors 
identified the downward and upward communication patterns as the dominant 
ones. All four staff directors have indicated horizontal (communication 
between staff directors> and diagonal (minority staff director communicating 
with majority staff secretary) flows in their interactions with partisan coun¬ 
terparts on staff assignments. The problems most staff directors find in 
their interactions with other staffers in their committee environment is 
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the lack of an integrated communication process within their particular 
subcommittees. If a person from the minority side wants to communicate 
formally with a member of the majority stde, he must go through the pro¬ 
per communication channels. Thus, two lines of communication may exist 
within one subcommittee. This limits group interaction among members of 
any subcommittee. 
All twenty staff members interviewed believe that structural commu¬ 
nication difficulties have limited Interaction with other members of their 
subcommittee. They also feel that the lack of communication among staff 
members impedes the coordination process and results in a fragmented com¬ 
mittee staff organization. 
Structurai communication difficulties often lead to interpersonal 
communication problems. When individuals attempt to communicate with one 
another under such structural arrangements, they may experience personal 
difficulties. Such dysfunctional communication activities as the blind- 
spot and facade may occur. All twenty committee staffers said they have 
experienced both the blindspot and facade communication problems The 
other communication problems identified were selective perception and 
source credibility. Selective perception and source credibility were 
identified as common problems among committee staffers. All twenty staf¬ 
fers had at one time or another experienced this form of dysfunctional com¬ 
munications in their interpersonal relations. The staff director of the 
Subcommittee on Health and Long Term Care identified short circuiting as 
a common communication problem in her interpersonal relations with other 
subcommittee staffers. This staff director has felt left out of the formal 
inter-subcommittee communication process. She remarked that: 
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"When the Select Committee on Aging decided to do a Medicare and 
Medicaid update entitled, Medicare and Medicaid Fifteen Years 
Later, the staff director of the Subcommittee on Health and Long 
Term Care, the subcommittee with the sole responsibility for 
monitoring this issue, was not consulted on the final committee 
report. All the background and research was done by the Select 
Committee staff and the subcommittee was only allowed to review 
the final report." 
Sentiments 
Sentiments are defined as beliefs or feelings about the job and others 
involved in it. Examples of sentiment would include: 
"I like this job and I feel that it is necessary to the func¬ 
tioning of the House of Representatives." 
"The United States House of Representatives created this Select 
Committee for the purpose of studying the problems of the aged 
in this society. It is important that the problems of the el¬ 
derly be articulated so that effective governmental policies and 
programs can be designed to better the condition of our nation's 
elderly." 
These are two of the positive sentiments the writer identified in his in¬ 
terviews with members of the various subcommittees under the Select Com¬ 
mittee on Aging. All twenty staffers interviewed viewed their job in a 
positive light. Each felt his job served a necessary function in addres¬ 
sing the problems of the elderly. Negative feelings surfaced when the 
job was reduced to how the individual saw his particular job in terms of 
accomplishing his own personal goals and needs. How do you feel about 
your particular job in this subcommittee? Does it satisfy your needs and 
professional goals? Ten of the twenty people interviewed did. not feel 
satisfied with their particular jobs in the committee. The other ten ex¬ 
pressed a great deal of satisfaction in their particular job assignments. 
The ten staffers who felt dissatisfied with their jobs attributed 
their feelings to the lack of group and individual supportive relation¬ 
ships. Work groups such as committee staffs should provide their members 
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with human needs, necessary for self image and maturation within the group. 
The ten subcommittee staffers who were dissatisfied with their jobs 
felt more of Maier's group liabilities than group assets. They also ex¬ 
perienced more dysfunctional communication patterns than did the other 
ten subcommittee staffers. 
The positive sèntiments necessary for an effective staff organization 
are: 
1. Individual, and group identification with the staff output. 
2. A belief in the importance of the mission for which the staff 
exists. 
3. A feeling that individual contributions are necessary and 
vital to the output of the staff. 
4. Individual feeling of affiliation with staff members. 
5. An individual sense of belonging and acceptance by other 
staff members. 
6. Also, feeling of accomplishment, both individual and staff, 
toward meeting the staff's objectives. 
All the committee,staffers interviewed believed that these sentiments are 
necessary for an effective staff organization within their subcommittees. 
Most Important of all is the need for teamwork, group affiliation and 
a sense of group Identity with staffers in the other subcommittees. 
VIII. RECOMMENDATIONS AND CONCLUS ION 
The problems facing the subcommittee on Health and Long Term Care have 
been stated throughout this study. The problems of partisan politics, in¬ 
adequate group structures, personnel and communications difficulties are 
some of the problems which have been repeatedly stated in this study as 
dysfunctional occurances in the Subcommittee on Health and Long Term Care. 
In this section of the study an attempt has been made to identify possible 
solutions to these subcommittee problems so that the subcommittee can function 
more effectively and efficiently in its activities. 
The Sbucommittee on Health and Long Term Care operates within the 
group process. Therefore, in order to correct the problems identified in 
this subcommittee, the group process must be improved so that an effective 
subcommittee structure may result. Some of the corrective actions that 
should be initiated in the subcommittee process are: 
Structural 
The Subcommittee on Health and Long Term Care operates under a Type I 
structural pattern. A Type I pattern has one staff director who supervises 
all clerical and professional staff members in his/her party affiliation. 
This has resulted in two staff organizations within the subcommittee, with 
two staff directors separated along partisan lines. To correct this prob¬ 
lem a modified version of a Type II pattern should be used. Type II struc¬ 
ture utilizes one staff director and a chief clerk who coordinate the activ¬ 
ities of professional and clerical staffers in the committee. The modified 
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version of this structure emphasizes one staff director who supervises both 
majority and minority clerical and professional staffs' work assignments. 
The staff director should be assisted in this function, not by a chief clerk, 
but by a staff assistant who will help the staff director In the cooridna- 
tion of the subcommittee output. He will report directly to the staff di¬ 
rector as his immediate supervisor. All subcommittee assignments will be 
reviewed and signed by the one staff director before they are submitted to 
congressional members of the subcommittee. 
With this staff structure there will be increased coordination of 
subcommittee output, and more direction and supervision from the staff 
director of the subcommittee. 
Partisan Politics 
The Legislative Reorganization Act of 1946 authorized that each stand¬ 
ing member in Congress shal I have competent staff assistance without regard 
to partisan political affiliations. The purpose of committee staffers is 
to serve the chairman, the ranking minority members and the total committee 
membership. 
In the Subcommittee on Health and Long Term Care partisan political 
considerations have led to a dysfunctional committee structure with two 
staff directors and limited accountability. Partisan political considera¬ 
tions should be eliminated from the subcommittee structure. This can be 
done by utilizing a non-partisan staff who will report equally to each mem¬ 
ber of the subcommittee/committee which needs information about a particular 
issue. Staff personnel should be non-partisan in their work relations with 
all members of subcommittees. When new staff personnel are hired they will 
be assessed upon their level of work competence, not party affiliation. An 
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example of a non-partisan staff system can be illustrated in congress by 
examining how the congressional budget office operates in a non-partisan 
environment. The CBO could serve as a role model for this type of organi¬ 
zational staff pattern. 
Role Orientation 
The five role styles identified in this study can serve as ideal types 
on which a new subcommittee role structure can be developed. The staff di¬ 
rector must incorporate more of the adviser role in his or her everyday 
operations. All subcommittee staffs should exercise more of their inter¬ 
action roles in their day to day activities. These two rôles not only pro¬ 
duce group identity but also a sense of teamwork among the subcommittee 
staffs. Since the purpose of the subcommittee is to gather information 
on problems facing the elderly, the investigative role should be great¬ 
ly emphasized. 
In terms of the distinction between clerical and professional staff 
roles, Fox and Hammond have stated that it Is already difficult to determine 
who are clerical and who are professional staffers. In terms of committee 
operations, these role distinctions are no longer viable methods for dis¬ 
tinguishing committee staff roles. Using the generalist/specialist role 
pattern, staff members should be non-exclusive generalists so that all the 
subcommittee staffers may engage in a broad range of roles based on the levels 
of experience and competence. Staff roles should not be such that they 
will restrict the individual or professional development of the people who 
occupy these roles. 
Communications Actions 
T     ~ 
The barriers to effective communication within the subcommittee staff 
and with the other subcommittees under the Select Committee on Aging, 
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resulted from a structural communication pattern that is bilateral, but 
is hampered by partisan divisions within the subcommittee, in order to have 
effective communications, the process must be non-partisan, using, not only 
upward and downward communication flows, but also horizontal and diagonal 
flows. When these patterns are effectively utilized, group coordination 
and teamwork will result. If the group process is to be facilitated in the 
subcommittee, a four directional pattern should be utilized. Increased 
use of bilateral communications should result In an efficient and effective 
subcommittee process. 
Along with new structural communication patterns, effective inter¬ 
personal communications should be encouraged among members of the committee/ 
subcommittee staffs. Dysfunctional interpersonal communication patterns such 
as the blindspot, facade, selective perception and source credibility, should 
be eliminated in the interpersonal communication process. Positive com¬ 
munication patterns such as the arena should be encouraged among the members 
of the subcommittee staffs. The only way effective communication can be 
initiated is through the establishment of mutual trust among members of the 
subcommittee staffs. Mutual trust can be established by Increasing individ¬ 
ual affiliation with the other members of the staff through the group process. 
Teamwork 
-An effective committee/subcommittee system Is based on the group process, 
which is necessary for developing inter- and intra-group teamwork. Develop¬ 
ing an effective teamwork structure is a five step process based on: 
1. Identifying the common objective, 
2. Establishing personal understandings. 
- 60 - 
3. Developing mechanisms for working relationships, 
4. Managing the boundaries of conflicts, and 
5. Building a climate of trust. 
The application of these five steps in the day-to-day operation of the 
Subcommittee on Health and Long Term Care wiI I undoubtedly produce an 
effective and efficient subcommittee. 
APPENDICES 
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TABLE I 
Select Committee on Aging 
U. S. House of Representatives 
Claude Pepper, Fla.- Chairman 
Edward R. Royal, Ca. 
Mario Biaggl, N.Y. 
Ike F. ^ndrews, N.C. 
John L. Burton, Ca. 
Don Conker, Wash. 
Thomas J. Downey, N.Y. 
James J. Florio, N.J. 
Harold E. Ford, Tenn. 
William J. Hughes, N.J. 
Marilyn Lloyd Bouquard, Tenn. 
Jim Santini, Nev. 
Robert F. Drinan, Mass. 
David W. Evans, Ind. 
Marty Russo, III. 
Stanley N. Lundine, N.Y. 
Mary Rose (Dakar, Ohio 
Elizabeth Holtzman, N.Y. 
Jim Lloyd, Ca. 
Thomas A. Luken, Ohio 
Wes Watkins, Ok la. 
Lamar Gudger, N.C. 
Geraldine A. Ferraro, N.Y. 
Beverly B. Byron, Md. 
Wm. R. Ratchford, Conn. 
Dan Mica, Fla. 
Edward J. Stack, Fla. 
Henry A. Waxman, Ca. 
Michael Lynn Synar, Okla. 
Eugene U. Atkinson, Pa. 
Charles E. Grassley, Iowa- Ranking Minority Member 
Willi am C. Wampler, Va. 
John Paul Hammerschmidt, Ark. 
James Abdnor, S. D. 
Matthew J. Rina I do, N.J. 
Marc L, Marks, Pa. 
Ralph S. Régula, Ohio 
Robert F. Dornan, Ca. 
Harold C. Hollenbeck, N.J. 
S. William Green, N.Y. 
Robert Wittaker, Kansas 
Norman D. Shumway, Ca. 
Larry J. Hopkins, Ky. 
Olhmpia J. Snowe, Ma. 
Daniel E. Lungren, Ca. 
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TABLE 2 
Full Committee Staff 
(Responsible for oversight investigations, special 
studies and hearings by full committee, and 
staff administration) 
Chief of Staff: Charles H. Edwards, III 
Deputy Chief of Staff: Yosef J. Riemer 
Senior Counsel and Director of Oversight: Va I J, Halamandaris 
Special Assistant to the Chairman: James A. Brenan 
Minority Staff Director: Walter A. Guntharp, Ph.D. 
Subcommittees 
(1) Retirement Income and Employment 
Chairman: John L. Burton (D-Ca.) 
Thomas J. Downey (D-N.Y.) 
Mary Rose Oakar (D-Ohio) 
Lamar Gudger (D-N.C.) 
Robert F. Drinan (D-Mass.) - 
David W. Evans (D-Ind.) 
Geraldine A, Ferraro (D-N.Y.) 
Henry A. Waxman (D-Ca.) 
Michael Lynn Synar (D-Okla.) 
Wm. C. Wampler (R-Va.) 
Ranking Minority Member 
Robert K. Dornan (R-Ca.) 
S. William Green (R-N.Y.) 
Larry J. Hopkins (R-Ky.) 
Professional Staff: 
Merrill S. Randol, Majority 
Nancy E. Hobbs, Minority 
(2) Health and Long Term Care 
Chairman: Claude Pepper (D-Fla.) 
Ike F. Andrews (D-N.C.) 
Harold E. Ford (D-Tenn.) 
Robert F. Drinan (D-Mass.) 
Don Bonerk (D-Wash.) 
David W. Evans (D-Ind.) 
Elizabeth Holtzman (D-N.Y.) 
Thomas A. Luken (D-Ohio) 
Wm. R. Ratchford (D-Conn.) 
Edward J. Stack (D-Fla.) 
Dan Mica (D-Fla.) 
James Abdnor (R-S. Dak.) 
Ranking Minority Member 
Marc L. Marks (R-Pa.) 
Ralph S. Régula (R-Ohio) 
Harold C. Hollenbeck (R-N.J.) 
Robert Whittaker (R-Kans.) 
(5) Housing and Consumer Interests 
Chairman: Edward R. Roybal (D-Ca.) 
Jim Santini (D-Nev.) 
Stanley N. Lundine (D-N.Y.) 
Beverly B. Byron (D-Md.) 
Mary Rose Oakar (D-Ohio) 
Wes Watkins (D-Okla.) 
Lamar Gudger (D-N.C.) 
Henry A. Waxman (D-Ca.) 
John Paul Hammerschmidt (R-Ark.) 
Ranking Minority Member 
Larry J. Hopkins (R-Ky.) 
Norman D. Shumway (R-Ca.) 
Daniel E. Lungren (R-Ca.) 
Professional Staff: 
Jorge J. Lambrinos, Majority 
Patricia C. Lawrence, Minority 
Room 717 HOB Annex I 
(202) 225-4242 
(4) Human Services 
Chairman: Mario Biaggi (D-N.Y.) 
James J. Florio (D-N.Y.) 
Wm. J. Hughes (D-N.J.) 
Marty Russo (D-l11.) 
Jim LIoyd (D-Ca.) 
Wes Watkins (D-Okla.) 
Geraldine A. Ferraro (D-N.Y.) 
Dan Mica (D-Fla.) 
Eugene V. Atkinson (D-Pa.) 
Stanley N. Lundine (D-N.Y.) 
Charles E. Grassley (R-lowa) 
Ranking Minority Member 
John Paul Hammerschmidt (R-ARk.) 
Matthew J. Rtnaldo (R-N.J.) 
Norman D. Shumway (R-Ca.) 
Olympia J. Snowe (R-Ma.) 
Daniel E. Lungren (R-Ca.) 
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TABLE 3 
Subcommittee on Health and Long Term Care 
Rep. Claude D. Pepper(DFL-l4), Chairman 













Minority; (5 R) Representatives 
Abdnor 
Marks 
Regu I a 
Hoilenbeck 
Whittaker 
Bracknell, Louise, Staff Director 
Parkinson, Larry, Minority Staff Director 
Covall, Mark, Research Assistant 
Edwards, Hazel, Secretary 
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TABLE 4 
Role Types and Intensity of Activity 
INTENSITY MANY A FEW MAINLY •! 
OF ACTIVITY DIFFERENTIATED DIFFERENTIATED UNDIFFERENTIATED 









12 3 4 5 
VH VH VH VH VH 
VH VH VH VH H 
IV 
Nonexclusive 







Mu I ti_special ists 
ROLE TYPES 
12 3 4 5 
L M VH VH VH 
VH M H M VH 
V 










1 2 3 4 5 
VH L L L L 






1 2 3 4 5 
PERSON 
1 2 3 4 5 
PERSON 
1 2 3 4 5 
G 
PERSON 
M M M M M 1 
PERSON 
M L L L M K 
PERSON 
L M L L L 







12 3 4 5 
"L" "L" "L" "L" "L" 
See next page for explanation. 
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VH designates the highest 15 percent of the population, and H designates 
the highest third of the population, 
M designates the middle third of the population. 
L designates the lowest third. 
Role Types are identified as follows: .1. Interactor; 2. Supporter; 
3. Corresponder; 4. Advertiser; and 5. Investigator. 
Source: Modified from Bruce J. Biddle and Edwin J. Thomas (eds.). 
Role Theory: Concepts and Research (New York: Wiley, 1966), p. 34. 
All persons identified are actual staff members. 
- 66 - 
TABLE 5 
Role Types Within Committee Offices: Four Cases 












A One La VH M H M 
Two L L M VH L 
Three M H VH H VH 
Four M H L M M 
Five L M L L M 
Six L L H H VH 
B One VH H M M L 
_ Two L M M VH L 
- Three M VH M L L 
Four L H L L L 
Five L L H L L 
C One M L L H M 
Two M H VH L M 
Three M L M H L 
Four H L M M M 
D One VH L L H H 
Two L H M M L 
Three H M L L H 
Four M L M VH L 
Five H VH M L H 
Six M L L L M 
Seven M L L VH L 
L=Low, M=Medium, H=HIgh, VH=Very High. These indicate relative 
activity within a specific role type. The population was divided 
into thirds (low, medium, and high) for each role type, with VH rep¬ 
resenting a person in the top 15 percent of frequency of role activity. 
Source: Hammond and Fox, Congressional' Staffs (New York: MacMillan 
Publishing Company, 1977) (Appendix) 
- 67 - 
TABLE 6 











Staff Director Maj. One VH M M H L 
Staff Director Min. Two VH M M H H 
Maj. Professional Staff Three L H L VH H 
Min. Professional Staff Four L H L VH H 
Clerical Staff Five M H VH L L 
Intern Six L H VH M H 
Source: Hammond & Fox design applied to the analysis based on the author’s 
observations of staff roles. Symbols taken from Hammond and Fox 
applied by the writer to the Subcommittee on Health and Long Term 
Care. 
- 68 - 
TABLE 7 










A , . Investi- 
Advlsor gator 
Staff Director Maj. One H L L M L 
Staff Director Min. Two L VH L H M 
Maj. Professional Staff Three L H M M M 
Min. Professional Staff Four L VH L H H 
Clerical Staff Five L H VH L L 
1ntern Six L H VH - L M 
Source: Hammond & Fox designed applied to the Subcommittee On Health and .. 
Long Term Care. Symbols taken from Hammond and Fox and are applied 
by the writer to the Subcommittee on Health and Long Term Care. 
INTERVIEW QUESTIONNAIRE SAMPLE 
Activity. 
Activity is defined as that which the person does or is responsible 
for doing in the work place. 
1. Briefly describe your work activities and respon¬ 
sibilities for the committee/subcommittee. 
2. What are your main duties and responsibilities 
for the committee/subcommittee? 
3. Briefly describe the activities and responsi¬ 
bilities of your work group. 
4. How would you rate your work group's performance? 






5. How would you rate the performance and level of 
direction you received from your Immediate 
supervisor? Explain. 
Interaction. 
Interaction is defined as the communications/contacts between two or 
more individuals involved in the work processes of the committee/subcommittee. 
6. Briefly describe your work related interactions with 
other members of your committee/subcommittee. 




C. upward and downward 
D. horizontal and diagonal 
E. combination of all four patterns 
- 2 - 
8. Are you presently experiencing personal communication 
difficulties with your co-workers on the committee/ 
subcommittee? 
9. How would you describe these difficulties? 
10. Which of the following interpersonal- communication 
styles would best describe your present interpersonal 
communications? Explain. 
A. Arena - all the necessary information 
needed for effective communication is 
known to both the sender (self) and 
receiver (others). 
B. Blindspot - when relevant Information is 
known to others but not to self. 
C. Facade - when information is known to the 
self but unknown to others. 
D. Unknown - when neither party knows the 
relevant feelings, sentiments and infor¬ 
mation necessary for effective communication. 
E. Selective Perception - a blackouT of new 
information if it confIicts with individ¬ 
ual beliefs (listen only to what agrees 
with their view). 
F. Selective Value Judgments - when individ¬ 
uals assign overall worth to a message 
prior to receiving the entire communication. 
G. Source Credibility - little or no trust or 
confidence in the words and actions of the 
communicator. 
H. Fi I terinq - the manipulation of information 
to the receiver so that only positive infor¬ 
mation is received. 
I. Short Circuiting - when an individual is left 
out of the formal channel of communications 
because of interpersonal problems. 
- 3 - 
Sentiments. 
Defined as personal feelings, beliefs, and ideas about the job and 
others involved in it. 
11. How do you personally feel about the job you do? 
12. How would you view your job's worth in terms of 
your contribution ot accomplishing your group's 
objectives? 
13. Do you feel personally satisfied with your job? 
14. Do you feel personally and professionally there is 
room for growth in your present staff assignment? 
15. Briefly explain how you feel about the functions, 
activities, goalsand mission of this subcommittee 
and the general committee. 
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